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In tro d u ctio n
With the appointment of the first AICPA Minority Recruit­
ment and Equal Opportunity Committee in 1969, the AICPA 
Council formally launched a national program to integrate 
the accounting profession and passed a resolution to:
■ Encourage minority men and women of high 
potential to attend college and major in accounting.
■ Provide educational opportunities for minority 
men and women to prepare them to enter the 
accounting profession.
■ Encourage hiring of minority men and women in 
order to integrate the accounting profession in 
fact as well as ideal.
This report summarizes the progress of this national pro­
gram during its first decade and considers its future direction.
The committee and Council recognized that few minorities 
were being attracted to or employed by the accounting pro­
fession. This deficiency was accepted as a challenge. In the 
intervening years, the committee developed comprehensive 
action programs to move toward the profession’s goals. A 
growing number of minority students are becoming interested 
in accounting as a college major and career; however, the 
full integration of the profession remains an ideal rather 
than a reality. If equal employment opportunity and career 
development of minorities within the accounting profession 
are to be achieved, state societies, CPA firms and individual 
CPAs throughout the business world must collaborate in 
an all-out effort.
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A  D e ca d e  o f  P ro g ra m s
At its 1968 Annual Meeting, AICPA asserted that recruit­
ment of minorities into the accounting profession is an es­
sential goal in the advancement of the profession. President 
Ralph E. Kent’s keynote address emphasized that AICPA’s 
activities in this area should be continuous “...to obtain 
entry to the profession of members of minority groups until 
it is clear that equality of opportunity in the accounting 
profession is a fact as well as an ideal.”
At the time, accounting had not yet achieved even the mini­
mal minority representation that the medical or legal profes­
sions had achieved. The Journal of Accountancy reported no 
more than 150 Black CPAs practicing in the United States, 
and it was believed that the participation of other minori­
ties in the profession was similarly low. A 1969 Institute 
survey of major public accounting firms showed employment 
of only 704- minority professionals, including American 
Indians, Asians, Blacks, and Hispanics.
“I f  equal employment opportunity and
career development o f minorities are  to 
be achieved, state societies, CPA firms 
and individual CPAs must collaborate.”
These statistics were considered even more significant to a 
profession that has always been in need of qualified per­
sonnel. The U.S. Department of Labor then estimated that 
during the 1970s public accounting, business, and govern­
ment would require thirty thousand additional accountants 
each year. The focus on equal employment opportunity re­
vealed that the profession had been overlooking a large, 
untapped reservoir of potential professionals among minority 
men and women.
The commitment to equal opportunity became a reality when, 
in 1969, the Minority Recruitment and Equal Opportunity 
Committee was established to implement the Council reso­
lution to integrate the profession by encouraging and assist-
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ing young men and women from minority groups to prepare 
themselves for professional careers in accounting and en­
couraging public accounting firms and other business 
organizations to take special affirmative action to recruit 
qualified members of minority groups for their professional 
accounting staffs. Because not enough high-potential minor­
ity students were being educated in accountancy and fewer 
still were entering the profession, it was decided that the 
initial efforts should be toward enlarging the pool of talent 
available.
44The Minority Recruitment and Equal
Opportunity Committee has developed a  
comprehensive program  to encourage  
growing participation by minorities.”
Over the past ten years, the Minority Recruitment and Equal 
Opportunity Committee has developed a comprehensive 
program to encourage growing participation by minorities 
in the accounting profession. Committee appointments have 
been made to maintain wide representation by majority and 
minority CPAs from large, medium, and small public account­
ing firms, industry, education, and federal, state, and mu­
nicipal governments.
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P ro g ra m s to  Im p ro ve E d u catio n
S ch olarsh ip s
Scholarship aid has always been urgently needed by minor­
ity students. From late 1970 through December 1979, 
awards totaling 01,289,000 have been made to more than a 
thousand students under the program.
Scholarship aid began with a series of grants to traditionally 
Black and Minority colleges and universities that had es­
tablished accounting programs and were attracting minority 
students. Through August 1977, 18 schools received grants 
totaling 054-8,000 for scholarship aid to minority accounting 
students. Simultaneously, the number of scholarships 
awarded through applications submitted to the AICPA 
grew, and, in August 1977, this scholarship program re­
placed the grants to the schools.
‘‘From late 1970 through Decem ber
1979, awards totaling $1,289,000 have 
been made to more than a thousand 
students under the program .”
As evidenced by requests for applications from schools, 
organizations, and individuals, the scholarship program has 
achieved national recognition. Scholarship awards have 
grown from 028,450 to 40 students in the 1972-73 aca­
demic year to 0192,620 to 261 students in 1979-80. For 
the 1979-80 academic year 726 applications were con­
sidered and awards were distributed to students at 14:0 
schools. A number of scholarships are funded by contribu­
tions from one public accounting firm and several corpora­
tions and carry the names of their contributors. In July 
1979, graduate students enrolled in a five-year accounting 
program or pursuing a Masters degree in accounting, busi­
ness administration, finance, or taxation, became eligible 
for scholarships, and thirteen such awards totaling 07,250 
were made.
The committee attempts to communicate with scholarship re­
cipients after their planned graduation date to determine
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if they have received degrees and become professional ac­
countants. Through 1978, 70 percent of the recipients re­
sponding to the committee’s questionnaire had achieved 
grade point averages of at least B plus (3.25 or above). Of 
these, 34 percent entered public accounting, 28 percent 
chose private industry, and 14 percent selected government. 
Other students have gone on to pursue graduate studies in 
accounting, business administration, finance, or taxation.
Sum m er In tern ships
Coordination of a summer internship program to provide 
professional experience for minority accounting students 
was one of the committee’s first endeavors. Firms working 
through the Institute commonly received a hundred or more 
resumes from students recommended by their professors for 
internship positions between their junior and senior years. 
Minority students held 73 summer internships in 1969, 
and 152 internships in 1970; since then this program has 
been handled directly by individual firms and schools. A 
high percentage of interns have been offered permanent 
positions upon graduation.
F acu lty Sum m er Sem in ar
The traditionally Black colleges and universities continue 
to provide the significant portion of Black entry-level ac­
countants, and two traditionally Hispanic universities pro­
vide a large number of Hispanic entry level accountants. 
These schools have survived decades of scarce resources, yet 
continued their mission of education. Their development 
of business programs is relatively recent and corresponds 
with the increasing number of employment opportunities for 
their graduates.
The Faculty Summer Seminar was developed to aid in pro­
viding quality education for minority students in these schools 
by inviting a representative of the accounting faculty to 
attend a week-long program, at no cost to the participant or 
the school. The seminar has become one of the most success-
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ful AICPA programs, as evidenced by its growth from four­
teen participants in June 1971 to seventy-four participants 
from sixty-three schools in May 1980. State societies have 
been invited to cosponsor the seminar and the District of 
Columbia, Florida, Maryland, Pennsylvania, Tennessee, 
Texas, and Virginia have done so.
“Consensus is strong that the
effect on accounting education in
the represented schools is both
positive and significant.”
The seminar is designed to bring faculty members up-to- 
date on technical and professional developments and to pro­
vide an opportunity to exchange ideas on the education of 
minority accounting students. Participants receive a com­
prehensive manual and continuing professional education 
credit is recommended. Consensus is strong among par­
ticipants, discussion leaders, and committee members that 
the effect on accounting education in the represented schools 
is both positive and significant.
F acu lty Fellow sh ips
During 1972 and 1973 the committee also coordinated a 
program of faculty fellowships in accounting for professors 
who teach at traditionally Black and Minority colleges and 
universities. When handled by the committee, faculty mem­
bers spent summers with accounting firms or other business 
organizations thus enabling them to provide more current, 
relevant educational experiences for their accounting stu­
dents. This program is currently handled directly by indi­
vidual firms, business organizations, and the schools.
V isiting P ro fe sso rsh ip s
In response to the need by traditionally Black and Minority 
colleges and universities to expand their accounting instruc­
tion, AICPA explored various programs to provide visiting 
professorships. In response, firms have loaned professional 
accountants to teach individual semesters, supplementing
10
salaries paid by the colleges. During one semester, the com­
mittee provided funds to Atlanta University while a pro­
fessor completed doctoral study. In a few instances, the 
committee has been able to help schools by locating CPAs 
with teaching experience or professors at nearby schools 
willing to teach extra classes. As a pilot project the Institute 
supported a visiting professorship at Florida A&M Uni­
versity for one semester.
In 1972, as a result of an AICPA appeal, a major corpora­
tion contributed $13,000 for a visiting professorship in 
accounting at Dillard University in New Orleans. Through­
out four years, this corporation sponsored visiting profes­
sorships at Dillard and at Hampton Institute in Virginia. 
Aid of this kind has been discontinued, due to the tight mar­
ket for accounting faculty; however, the shortage of account­
ing faculty at the traditionally Black and Minority colleges 
and universities remains a critical problem.
D o c to ra l Fellow sh ips And V isitin g S ch o la rs
In June 1975 and 1976 and in August 1977 the AICPA 
Foundation received grants of $150,000, $200,000, and 
0160,000 from the Department of Health, Education and 
Welfare to fund a program of doctoral fellowships and visit­
ing scholars. The long-range objectives of this program 
were to increase the number of minority Ph.D.s in account­
ing and to improve the research and teaching competencies 
of faculty members in the traditionally Black and Minority 
colleges and universities. The doctoral fellowships provided 
the financial assistance necessary for minority faculty 
members to pursue doctoral study and for visiting scholars to 
replace those on leave. Because doctoral programs extend 
over at least three years, a doctoral fellowship grant entails 
a moral obligation to renew the grant if the recipient makes 
satisfactory academic progress.
Additional funding for this program came from the American 
Accounting Association and from the AICPA Foundation’s 
Accounting Education Fund for Disadvantaged Students.
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Each doctoral fellowship and visiting scholar package totaled 
a maximum of $23,500. This consisted of the fellowship of 
07,500 ($4,000 from HEW, $3,000 from AEFDS and $500 
from AAA) and the visiting scholar grant of $16,000 maxi­
mum. The following summary reflects the status of the pro­
gram from its inception.
ACADEMIC YEAR
APPLICATIONS
REVIEWED
DOCTORAL FELLOWS 
SELECTED
NEW RENEWAL NEW RENEWAL
1975-1976 18 7 _
1976-1977 10 6 2 6
1977-1978 8 7 2 5
1978-1979 3 5 — 5
1979-1980 6 2 — 2
STATUS OF INDIVIDUALS WHO HAVE 
RECEIVED FELLOWSHIPS
Received terminal degree and teaching in a 
developing institution
Completing dissertation, degree expected in 1980 
and teaching in a developing institution
Teaching in a developing institution
Unknown
Fellowships 1979-80
3
4 
1
1
2
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Because of the current tight market for accounting faculty 
and the timing of HEW funding decisions, schools have ex­
perienced difficulty obtaining the highest qualified visiting 
scholars and requesting all funds available.
Although no new fellowships were awarded since the 1977- 
78 academic year because proposals for HEW funding have 
been rejected, the committee is seeking new revenue sources 
to continue this critical doctoral fellowship program.
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P ro g ra m s to  Im p ro ve  
E m ploym en t O p p o rtu n ities
Equal opportunity depends as much on career development 
as on education. Some committee members recognized and 
stated, as early as 1971, that while programs to increase the 
supply of minority accounting graduates were certainly im­
portant and should be continued, the integration of the ac­
counting profession also required the committee to be con­
cerned with opportunities for employment and promotion. 
Consequently, program emphasis would need to be extended 
beyond the supply of minority accountants for the profession 
to ensure equality of opportunity after employment in the 
profession.
“Discrimination based on race, color,
religion, sex, age and national origin is 
presumed to constitute an act 
discreditable to the profession.”
In December 1974 the committee established the Standards 
in Employment Practice Task Force and began to develop 
programs in this area. Reviews of the annual AICPA Surveys 
of Minority Employment in Major Accounting Firms showed 
some progress, but also indicated that much remained to be 
accomplished.
In November 1978, the committee’s efforts resulted in ap­
proval of the following Interpretation of Rule 501 of the 
AICPA Code of Professional Ethics by the Ethics Executive 
Committee:
Discrimination based on race, color, religion, sex, age and 
national origin in hiring, promotion and salary practices is 
presumed to constitute an act discreditable to the profes­
sion in violation of Rule 501.
While positive statements alone may not change circum­
stances, the interpretation represents the profession’s 
official position.
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C a r e e r  D evelo p m en t Sem inars
The committee determined that a forum was needed to learn 
from minorities in the profession what their employment 
experiences had been and what they viewed as problems 
requiring attention. The thirty-six largest CPA firms were 
invited to select up to five Black representatives to attend 
the pilot 1978 Career Development Seminar. The purpose 
was to provide a discussion forum to develop information on 
retention and upward mobility of minorities in the account­
ing profession. It was requested that the individuals selected 
have at least 18 months experience, but partners were ex­
cluded. Experience levels and geographic locations were 
varied. National personnel partners were invited to attend 
the Thursday evening and Friday sessions. The invitation 
was accepted by fourteen firms who selected forty-nine 
professionals to attend the first Career Development Semi­
nar on May 10-12, 1978, in Chicago. They were joined by 
representatives of twelve firms, primarily national person­
nel partners, for the Thursday evening and Friday sessions.
In 1979, the thirty-seven largest CPA firms were invited to 
select Hispanic representatives to attend a similar program. 
The invitation was accepted by thirteen firms who selected 
thirty-eight professionals to attend the second Career De­
velopment Seminar on May 9-11, 1979, in Dallas. Repre­
sentatives of 8 firms, again primarily national personnel 
partners also attended the Thursday evening and Friday 
sessions.
“Discussions o f the perceptions o f
participants, with respect to
discrimination may be the major
contribution o f the seminar.”
Major sections of the programs were devoted to non-public 
small-group discussions focusing on problem identification 
and solution proposals. The discussions were spontaneous 
and rigorous. The varied composition of the groups (in terms 
of experience, responsibility, and geography) brought forth 
both differences and similarities in the opportunities and 
obstacles encountered. However, substantial agreement
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was achieved on the major points relating to upward mo­
bility and retention.
■ Black and Hispanic accountants must have 
respected mentors or sponsors who are sincerely 
interested in their careers.
■ Employers should establish programs of 
effective, honest counseling relative to assignments, 
career development, and client relationships.
■ Firms need more Black and Hispanic partners 
to provide role models and aid in the retention 
of others.
■ In addition to the personnel staff, line 
management should also assume responsibility for 
the recruitment and retention of Blacks and 
Hispanics.
■ More Black and Hispanic accountants should
be recruited and greater attention devoted to their 
retention and promotion.
■ Assignments, including growth slots and a 
good client mix, should be made on a fair basis 
to allow competence to be demonstrated.
■ Performance evaluations should be timely, 
constructive, and free of bias.
In the reporting on these discussions, the distinction between 
opinions and supportable conclusions is not attempted. A 
recurring question is whether the discrimination perceived 
by Blacks and Hispanics is real or illusory. However, the 
discussions of the perceptions of the participants may be 
the major contribution of the seminar.
Because these seminars focus attention on upward mobility 
of minorities within the profession rather than just the hir­
ing of minorities into entry level positions, they are impor­
tant. Reports of these seminars are widely distributed and 
used by firms and organizations to develop additional pro­
grams to address the concerns and issues raised and are 
available on request.
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C a re e r  O p portu n ities Sem inars
Career Opportunities Seminars are discussion sessions with 
minority students led by AICPA staff or committee members. 
These seminars, approximately thirty a year, emphasize 
discussions of AICPA programs, career paths in accounting, 
the recruitment process, the CPA examination, and the 
transition from student to professional.
B e y o n d  This D e ca d e
The decade 1970-80 has been marked by significant pro­
gress in fostering equal opportunity. During this time mi­
nority accounting firms have emerged and shown dramatic 
growth. They now number over 150 and are providing addi­
tional avenues for growth and advancement for their approx­
imately 1,000 professionals. The AICPA membership has 
reason to be proud of what has been achieved on behalf of 
its efforts. However, minority education, employment, and 
promotion must continue to be priorities in the Eighties. 
Integration of the profession remains an ideal rather than a 
reality, and the AICPA and its members must continually 
renew their commitment to the program.
In 1979, minorities still represented only 4.3 percent of 
professionals in major accounting firms, and more talent is 
sorely needed. This year the Department of Labor estimates 
that there will be 51,000 job openings in accounting for 
each year through the first half of the 1980’s as compared 
to the 30,000 a year projected for the Seventies. Minority 
men and women are a rich source of that talent. It is impor­
tant that minorities have a true opportunity to succeed in 
the profession. Lacking that, they will be deterred from 
accounting and turn to other fields for professional achieve­
ments.
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“Integration o f the profession remains 
an ideal rather than a reality, and the 
AICPA and its members must continually 
renew their commitment to the program .”
The committee continues to urge state societies to establish 
and support their own Minority Recruitment and Equal 
Opportunity Committees, and suggests the following pro­
grams:
■ Career programs for minority high school students 
to generate a growing interest in accounting as a 
college major.
■ Internships for minority accounting majors.
■ Additional scholarship funds for minority 
accounting majors and activities to acquaint 
minority students with the AICPA scholarships 
and furnish them with applications.
■ Programs to increase employment and promotion 
opportunities for minorities in organizations
not participating at present.
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Funding
All these activities are funded by the AICPA Foundation — 
Accounting Education Fund for Disadvantaged Students 
(AEFDS) which is supported by contributions from the 
AICPA, accounting firms, corporations, and individuals.
An important aspect of this foundation’s funding is that 
none of its funds is spent for administration or promotion. 
Those costs are borne entirely by AICPA; thus, all monies 
contributed to AEFDS go directly to programs that further 
the integration of the profession. (A contribution form is 
included in this report.) Please support these efforts by 
sending your check made out to AICPA Foundation-AEFDS 
to:
Sharon L. Donahue
Manager, Minority Recruitment
American Institute of Certified Public Accountants
1211 Avenue of the Americas
New York, New York 10036
The committee believes that the Eighties will see increased 
involvement among all of the profession, particularly state 
societies so well situated to assist in the local community. 
Our continued performance in the area of equal opportunity 
can only benefit the profession.
18
AEFDS CONTRIBUTION FORM
Sharon L. Donahue
Manager, Minority Recruitment
American Institute of Certified Public Accountants 
1211 Avenue of the Americas 
New York, New York 10036
Enclosed is  a check for $_______ as my contribution to the AEFDS
to assis t in  the profession’s m inority  recru itm ent and equal 
opportunity  efforts.
T his contribution is  m ade on behalf of □  F irm  □  Individual
I understand  th a t I will receive a receipt to indicate th a t I have 
m ade th is  tax  deductible contribution.
N am e________________________________________________________
Firm  ________________________________________________________
A ddress______________________________________________________
C ity________________________ State_________ Zip _______________
□  T his is a one-tim e contribution.
□  I will m atch th is  contribution yearly. P lease bill me in  1981 
and succeeding years.
( P le a s e  m a k e  c h e e k  p a y a b le  to  
A IC PA  F o u n d a tio n  -  A E FD S)
M in o rity  R ecru itm en t  
and
E q u a l O p p o rtu n ity  Com m ittee  
19 79 -8 0
Benjamin Newhouse 
Chairman
Hubert L. Ammons 
Frank J. Banks 
Charles T. Barrett, Jr. 
Robert N. Colvin 
Quiester Craig 
Clarence A. Davis 
Marie Farrell-Donaldson 
Nathan T. Garrett 
James Hill, Jr. 
Baron D. Lowe 
David L. MacGillivray 
Trini U. Melcher 
Thomas J. Nessinger 
A. Clayton Ostlund 
John A. Ramirez 
Frank K. Ross 
Milton Wilson
Staff
Sharon L. Donahue
